
 

 

 

Staff Performance Evaluation Plan Submission Coversheet  

SY 2020-21 

CONTEXT: Indiana Code (IC) 20-28-11.5-8(d) requires each school corporation to submit its entire staff performance evaluation plan to 
the Indiana Department of Education (IDOE) and requires IDOE to publish the plans on its website. This coversheet is meant to provide 
a reference for IDOE staff and key stakeholders to view the statutory- and regulatory-required components of staff performance 
evaluation plans for each school corporation.  
 
Furthermore, in accordance with IC 20-28-11.5-8(d), a school corporation must submit its staff performance evaluation plan to IDOE for 
approval in order to qualify for any grant funding related to this chapter. Thus, it is essential that the reference page numbers included 
below clearly demonstrate fulfillment of the statutory (IC 20-28-11.5) and regulatory (511 IAC 10-6) requirements.  
 
INSTRUCTIONS:  
Completion 
In the chart below, please type the page numbers in your staff performance evaluation document which clearly display compliance with 
the requirements. If the plan contains multiple documents with duplicate page numbers, please refer to the documents by A, B, C, D, 
etc. with the page number following. For example: A-23, B-5, etc. Please note, your plan may include many other sections not listed 
below.  
 
Submission 
Once completed, please attach this coversheet to the staff performance evaluation plan document you will submit.  The whole 
document needs to be combined into one continuous PDF for submission. The 2020 submission due date is 9/15/2020.  
 

School Corporation 

Name: 

Richmond  

School Corporation 

Number: 

8385 

 

 



Annual Evaluations 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ Annual performance evaluations for each 
certificated employee 

IC 20-28-11.5-4(c)(1) Plan and metrics to evaluate all certificated employees, including 
teachers, administrators, counselors, principals and superintendents 

 Rise Handbook pg. 7 

Appendix C ï Indiana 
Teacher Effectiveness 
Rubric, page 54 

Appendix F, page 72  

Rigorous Measures of Effectiveness 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ Rigorous measures of effectiveness, 
including observations and other 
performance indicators 

IC 20-28-11.5-4(c)(2) ǒ Observation rubrics - for all certificated staff - with detailed 
descriptions of each level of performance for each domain and/or 
indicator 
ǒ Other measures used for evaluations (e.g., surveys) 

 Rise Handbook 

pages 10-23 and 35-
36 
Appendix G, page 73 

 

Designation in Rating Category 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ A summative rating as one of the 
following: highly effective, effective, 
improvement necessary, or ineffective 

IC 20-28-11.5-4(c)(3) 
511 IAC 10-6-2(c) 

ǒ Definition of performance categories 
ǒ Summative scoring process that yields placement into each 

performance category 

 Rise Handbook Page 

21-23, 42-49 

ἦ A definition of negative impact for 
certificated staff 
ἦ A final summative rating modification if 
and when a teacher negatively affects 
student growth 

IC 20-28-11.5-4(c)(5) 
511 IAC 10-6-4(c) 

ǒ Definition of negative impact on student growth for all certificated 
staff 
ǒ Description of the process for modifying a final summative rating for 

negative growth 

 Appendix D, page 70 

ἦ All evaluation components factored into 
the final summative rating 

IC 20-28-11.5-4(c)(3) 
 

ǒ Summative scoring process that yields placement into each 
performance category 
ǒ Weighting (broken down by percentage) of all evaluation 

components 

 Rise Handbook Page 

21-23 

Evaluation Feedback 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ An explanation of evaluatorôs 
recommendations for improvement and the 
time in which improvement is expected 

IC 20-28-11.5-4(c)(4) 
511 IAC 10-6-5 

ǒ Process and timeline for delivering feedback on evaluations 
ǒ Process for linking evaluation results with professional development 

  
Rise Handbook Page 

42-49 and 50-53 

Evaluation Plan Discussion 



Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ Evaluation Plan must be in writing and 
explained prior to evaluations are 
conducted. 

IC 20-28-11.5-4(f)(1)  
IC 20-28-11.5-4(f)(2) 

ǒ Process for ensuring the evaluation plan is in writing and will be 
explained to the governing body in a public meeting before the 
evaluations are conducted 
ǒ Before explaining the plan to the governing body, the superintendent 

of the school corporation shall discuss the plan with teachers or the 
teachers' representative, if there is one 

 Appendix E, page 71 

Teacher Evaluation 
Guidelines page 79-
81 

 

Evaluators 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ Only individuals who have received 
training and support in evaluation skills may 
evaluate certificated employees 

IC 20-28-11.5-1 
IC 20-28-11.5-5(b) 
IC 20-28-11.5-
8(a)(1)(D) 

ǒ Description of ongoing evaluator training 
ǒ Description of who will serve as evaluators 
ǒ Process for determining evaluators 

 Appendix E, page 71 

ἦ Teachers acting as evaluators (optional) 
clearly demonstrate a record of effective 
teaching over several years, are approved 
by the principal as qualified to evaluate 
under the evaluation plan, and conduct staff 
evaluations as a significant part of their 
responsibilities 

IC 20-28-11.5-1(2) 
IC 20-28-11.5-1(3) 
511 IAC 10-6-3 

ǒ Description of who will serve as evaluators 
ǒ Process for determining evaluators 

 
 
 

N/A 

ἦ All evaluators receive training and 
support in evaluation skills 

IC 20-28-11.5-5(b) 
511 IAC 10-6-3 

Description of ongoing evaluator training   Appendix E, page 71 

Feedback and Remediation Plans 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ All evaluated employees receive 
completed evaluation and documented 
feedback within seven business days from 
the completion of the evaluation. 

IC 20-28-11.5-6(a) System for delivering summative evaluation results to employees  Appendix E, page 71 

ἦ Remediation plans assigned to teachers 
rated as ineffective or improvement 
necessary 

IC 20-28-11.5-6(b) ǒ Remediation plan creation and timeframe 
ǒ Process for linking evaluation results with professional development 

 Rise Handbook, 

page 50 

ἦ Remediation plans include the use of 
employeeôs license renewal credits 

IC 20-28-11.5-6(b) Description of how employee license renewal credits and/or 
Professional Growth Points will be incorporated into remediation 

 Teacher Evaluation 

Guidelines page 79-
80 

ἦ Means by which teachers rated as 
ineffective can request a private conference 
with the superintendent 

IC 20-28-11.5-6(c) Process for teachers rated as ineffective to request conference with 
superintendent 

 Appendix E, page 71 



Instruction Delivered by Teachers Rated Ineffective 

Requirement 
Statutory / 

Regulatory Authority 
Examples of Relevant Information 

Reference 
Page 

Number(s) 

ἦ The procedures established for avoiding 
situations in which a student would be 
instructed for two consecutive years by two 
consecutive teachers rated as ineffective 

IC 20-28-11.5-7(c) Process for ensuring students do not receive instruction from 
ineffective teachers two years in a row 

 Appendix E, page 71 

ἦ The procedures established to 
communicate to parents when student 
assignment to consecutive teachers rated 
as ineffective is unavoidable 

IC 20-28-11.5-7(d) Description of how parents will be informed of the situation  Appendix D, page 70 
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Appendix D 

 

Individual Growth Measure and Negative Impact 

 

The Indiana Department of Education defines negative impact as both a significant decrease in student 

achievement and notably low levels of student growth.  Legislation regarding teacher evaluation contains a 

provision which states that a teacher who negatively affects student achievement and growth cannot 

receive a rating of highly effective or effective. 

 

 

For teachers with growth model data (any teacher that provides instruction in math or ELA in grades 4-8), the 

IDOE will report the Individual Growth Measure as a value of 1, 2, 3, or 4, which correlate with the Highly 

Effective, Effective, Improvement Necessary, and Ineffective rankings in RISE.   The IDOE will calculate 

negative impact for teachers in grades 4-8 that provide instruction in math or ELA. 

 

For teachers who are not included in the growth model data, negative impact on student growth is to be defined 

locally.  Local definitions of negative impact must address three key areas: 

 

Academic standards ï locally selected assessment(s) should cover all applicable content areas; 

 

Demonstration of mastery ï establish the degree to which students will master the standards, and the method 

by which this mastery will be demonstrated and measured, and; 

 

Significant number of students ï determine the number of students assigned to a specific teacher who must 

fail to demonstrate mastery of the academic standards for a teacher to be identified as negatively impacting 

student learning. 

 

If a teacher satisfies the following two criteria, he or she will have been determined to have a negative impact 

on student learning: 

 

1.  The teacher receives an ineffective rating on both student learning objectives (one class and one targeted, or 

two targeted), and 

2.  Fewer than 50% of their students demonstrate mastery as defined by the Student Learning Objective in the 

Ineffective category. 

 

Protections for Students:  Parents of students instructed by two consecutive teachers rated ineffective shall be 

notified. 

a.  This section applies to any teacher instructing students in a content area and grade subject to IC 20-32-4-

1(a)(1) and IC 20-32-5-2. (b) A student may not be instructed for two (2) consecutive years by two (2) 

consecutive teachers, each of whom was rated as ineffective under this chapter in the school year 

immediately before the school year in which the student is placed in the respective teacher's class.  
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Appendix E 
 

Required Provisions not included in RISE 

 
Authority to Evaluate: For the 2020-2021 school year, only certified principals will serve as primary and secondary 

evaluators.  Only those principals who have received full training in the RISE model, including training in how to collect 

and analyze evidence and make final summative judgment, shall serve as evaluators.  Training may be incorporated into 

professional development programs, supervisor-led training, or virtual training.  The training shall incorporate 

mechanisms to assess evaluatorsô competence in collecting and using evidence.  During the 2020-2021 school year, 

additional training will be offered to evaluators.   The RCS RISE evaluation tool will be reviewed and revised to reflect 

statutory and case law implications.   

 

New administrators and administrators new to the corporation attended New Evaluator Training to meet Indiana code for 

public law 90 (evaluator training) or a refresher course for experienced educators on giving feedback and the evaluation 

process to drive growth.  Standard for Success held training sessions in June, July and, August Please note this training is 

not specific to SFS or any other software.  This was open to all Indiana administrators. 

 

Evaluation Plan Discussion: 

A committee of teachers and administrators reviewed the evaluation plan for the 2020-2021 school year.  Updates to the 

guidelines were finalized and presented at Corporate Discussion July 10, 2020 as reflected in the Discussion Minutes.  

The Richmond Community Schools School Board reviewed the evaluation plan for the superintendent in at the January 

22, 2020 during Executive Session. 

 
Sharing Evaluation Results:   The evaluator shall discuss the evaluation with the certificated employee.   A certificated 

employee will be provided a copy of the completed evaluation, including any documentation related to the evaluation not 

later than (7) days after the evaluation is conducted.  

 

a.  If a certificated employee receives a rating of ineffective or improvement necessary, the evaluator and the 

certificated employee shall develop a remediation plan of not more than ninety (90) school days in length to 

correct the deficiencies noted in the certificated employeeôs evaluation. The remediation plan must require the use 

of the certificated employeeôs license renewal credits in professional development activities intended to help the 

certificated employee achieve an effective rating on the next performance evaluation. If the principal did not 

conduct the performance evaluation, the principal may direct the use of the certificated employeeôs license 

renewal credits under this subsection.  

 

b.  A teacher who receives a rating of ineffective may file a request for a private conference with the superintendent 

or the superintendent's designee not later than five (5) days after receiving notice that the teacher received a rating 

of ineffective. The teacher is entitled to a private conference with the superintendent or superintendent's designee.  

 

c. If a teacher did not instruct students in the school year immediately before the school year in which students are 

placed in the teacher's class, the teacher's rating under this chapter for the most recent year in which the teacher 

instructed students, instead of for the school year immediately before the school year in which students are placed 

in the teacher's class, shall be used in determining whether subsection (b) applies to the teacher.  

 

d. If it is not possible for a school corporation to comply with this section, the school corporation must notify the 

parents of each applicable student indicating the student will be placed in a classroom of a teacher who has been 

rated ineffective under this chapter. The parent must be notified before the start of the second consecutive school 

year.  
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Appendix F 

 

Standard for Success 

 
Standard for Success online evaluation tool allows our school corporation to automate and organize the data 

collection and management of certified staff evaluations in a manner that make observation meaningful and 

drives pedagogical change. 

 

The Building Administrator has: 

¶ 24/7 Access 

¶ Mobile Compatibility for quick walk-throughs 

¶ Automatic timestamps during scripting 

¶ Indicators code matched to scripting 

¶ Multiple sorting options 

¶ Color coded for quick evaluation 

¶ Drill down to get data on specific groups and/or individuals 

¶ View compiled data for building level decision making 

¶ Add and respond to comments 

¶ View historical data 

¶ Access to a classified evaluations 

 

The District Administrator has: 

¶ 24/7 Access 

¶ Mobile compatible for quick Walk-Throughs 

¶ District/School/Admin Summaries 

¶ District/School/ Admin Comparisons 

¶ Drill down to get data on specific groups and/or individuals 

¶ View historical data 

¶ View compiled data for district level decision making 

 

The Teacher has: 

¶ 24/7 Access 

¶ View and print evaluations 

¶ Self-Evaluations 

¶ Ability to perform peer evaluations 

¶ Add comments to evaluations 

¶ Pre/Post Observation forms 

¶ Upload artifacts and supporting evidence 

¶ Access historical evaluations 
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Appendix G 
 

RCS CERTIFIED STAFF EVALUATION    2020 -2021 
 

For the 2020-2021 school year all teachers have been placed in one of three groups as indicated below. 

Defined groups: 

Group 3 For the purpose of summative weighting, a group 3 teacher is a teacher or administrator for whom none of 

their classes/job requirements have growth model data.  This currently represents all PK-3
rd
 teachers and 

all high school teachers.  It also may represent any teachers in grades 4-8 that teach neither math nor 

ELA.  Group 3 also includes all building and district level administrators. 

Superintendent  For the purpose of summative weighting, the superintendent is an administrator for whom none of the 

classes/job requirements have growth model data.  The School Board sets the evaluation process at the 

initial meeting on the superintendent evaluation each school year. 

 

        TER ï Teacher Effectiveness Rubric 

   TER SWL SG 1GM  SWL- School-Wide Learning Measure 

Group 3  75% 5% 20%  0%  SG- Smart Goals 

Superintendent 70%      5%     25%      0%  IGM - Individual Growth Model 

The Office of Human Resources designated teacher groups based on the current assignments of teachers. 

Teachers are to complete the self-assessment by September 11, 2020. 

Once evaluations are final for 2019-2020 principals can meet with teachers for summative conferences.  This 

meeting can also be counted as the beginning of the year conference for 2020-2021. 

Richmond Community Schools will use Smart Goals (SG) rather than Student Learning Objectives (SLOôs).  

Smart Goals are those that are specific measureable, attainable, relevant and time-targeted.  The SG must also 

include both academic achievement and growth factors.  Teachers will each create at least one smart goal.   

Further information about Smart Goals is included in this document. 

All teachers and administrators must have a minimum of two extended observations.   

All Building Level and District Administrators are required to have at least two Smart Goals.   
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Beginning teachers and those new to Richmond Community Schools must have a minimum of two extended 

and two short observations.  The first semester extended observation will include a preconference meeting and 

the observation will be announced.  It is expected that a struggling teacher will receive observations above and 

beyond the minimum number required by RISE Richmond.  Teachers new to RCS (one year or more teaching 

experience) will have at least two (2) extended observations.  The first semester observation will include a 

preconference meeting and the observation will be announced. 

Short observations last fifteen minutes and should not be announced.  There are no conference requirements for 

short observations; but a post-observation conference should be scheduled if there are areas of concern.  

Teachers should receive written feedback within two days following short observations. 

An extended observation lasts a minimum of thirty minutes.  It may be announced or unannounced.  It may take 

place over one class or span over two consecutive class periods.  Pre-conferences are not mandatory, but are 

scheduled at the request of the teacher or the evaluator.  Any specific materials the evaluator would like to see 

during the observation must be requested of the teacher prior to the extended observation.   

Mandatory conferences take place after each extended observation; and, the evaluator provides feedback 

verbally and in writing to the teacher. 

SMART GOALS  

SMART Goals, as we have previously defined them, measure only achievement.  Statute requires that our 

goals measure both achievement and individual student growth.  At first glance, it may appear that the 

following goal measures both achievement and growth: 

By the end of the year, 90% of the students in my class will be at the 75th percentile on STAR Reading. 

However, looking more closely at this goal reveals that one could reach this goal with only a few students 

actually demonstrating growth.  If the beginning of the year data showed that 60% of her students were at the 

75th percentile, only 30% more students would actually need to demonstrate growth for the teacher to reach her 

goal.  Likewise, some students could demonstrate significant growth while others demonstrated significant loss, 

but neither would be reflected in the overall percentages and percentiles.  Thus, to measure growth, we need to 

know the beginning point for every student to measure against their end of year data.   

Elementary and Intermediate Core Area Teachers (K-6 teachers of Reading and/or Math, 7-8 

English/Reading Teachers, and 7-8 Math Teachers ) 

During the 2019-2020 school year, students in my class will demonstrate: 

Achievement:  90% of my students will be at or above benchmark (at or above the 40th  percentile) as 

measured by the STAR Reading end-of-year benchmark assessment. 

 Growth:   90% of my students will demonstrate an increase of at least five percentile points from 

 beginning ïof-year to end-of-year benchmark. 
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A couple of examples of how this might work:  

        

Teacher A:  BEGINNING-OF-YEAR data show that 23% of her students are at benchmark.   So, she knows 

two things:  It will be very difficult to get all of her students to benchmark by the end of the year, and her 

students will need to demonstrate significant growth for her to even come close to getting her whole class to 

benchmark.  Thus, in working with her principal, she sets the following goal: 

During the 2019-2020 school year, students in my class will demonstrate: 

 Achievement:  75% of my students will be at or above benchmark (at or above the 40th percentile) as 

measured by the STAR Reading end-of-year benchmark assessment. 

 Growth:  80% of my students will demonstrate an increase of at least twenty percentile points  from 

beginning ïof-year to end-of-year benchmark. 

Teacher B:  BEGINNING-OF-YEAR data show that 75% of her students are at benchmark.   So, she knows 

two things:  It would not be unrealistic to expect most of her students to reach benchmark by the end of the 

year, and her studentsô growth will best be defined by their percentile score growth rather than simply ñat 

benchmark.ò  Thus, in working with her principal, she sets the following goal: 

During the 2019-2020 school year, students in my class will demonstrate: 

 Achievement:  95% of my students will be at or above benchmark (at or above the 40th  percentile) as 

measured by the STAR Reading end-of-year benchmark assessment. 

 Growth:   80% of my students will demonstrate an increase of at least ten percentile points from 

beginning ïof-year to end-of-year benchmark. 

Elementary and Intermediate Related Arts, Intermediate Non-Core Teachers, and High School Teachers 

During the 2019-2020 school year, students in my class will demonstrate: 

 Achievement:  75% of my students will demonstrate 80% mastery of standards on the teacher- 

 created (or department-created or IDOE-created) end of course assessment.  

 Growth:   80% of my students will demonstrate an increase of at least ten percentage points from pretest 

to posttest assessment.  

A couple of examples of how this might work: 

Teacher A:  BEGINNING-OF-YEAR data show that 12% of her students are at 80% mastery of the 

standards/outcomes identified for her class based on the teacher-created (or department-created or IDOE-

created) pretest.  Using this data, as well as knowledge of what the expectations are for student knowledge in 

entering the subject area/course (i.e., was there a prerequisite course which may have prepared students to a 

certain mastery level?;  is the first part of the current course a review of previous grade-level standards?),  she 

sets the following goal with her principal.   
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Achievement:  70% of my students will demonstrate 80% mastery of standards on the teacher- created 

(or department-created or IDOE-created) end of course assessment.                                                                       

 Growth:   80% of my students will demonstrate an increase of at least ten percentage points from pretest 

to posttest assessment.  

Teacher B:  BEGINNING-OF-YEAR data show that 60% of her students are at 80% mastery of the 

standards/outcomes identified for her class based on the teacher-created (or department-created or IDOE-

created) pretest.  Using this data, as well as knowledge of what the expectations are for student knowledge in 

entering the subject area/course (i.e., was there a prerequisite course which may have prepared students to a 

certain mastery level?;  is the first part of the current course a review of previous grade-level standards?),  she 

sets the following goal with her principal.   

Achievement:  95% of my students will demonstrate 80% mastery of standards on the teacher- 

 created (or department-created or IDOE-created) end of course assessment.  

 Growth:   80% of my students will demonstrate an increase of at least five percentage points from 

pretest to posttest assessment.  

Student Data:  Rules for Teacher Accountability 

Given that many of our students change schools ï often several times per year.  There was concern about who 

would be held accountable for their achievement and growth scores.    The following shall apply to determine 

teacher accountability: 

¶ Students must be present for 162 days in the district.   

¶ The first semester teacher will be accountable for student growth. 

¶ The second semester teacher will be accountable for student growth. 

¶ If the student is not enrolled with the same teacher for Semester 1 and 2, the student must be enrolled 

50% to count toward teacherôs accountability. 

 

Smart Goal Auditing and Fidelity 

The district will use compliance checks, audit documents, and tracking documents located at 

http://www.riseindiana.org/how-does-rise-work/training-support-and-resources 
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Appendix I 

 

Richmond Community Schools 

Guidelines for TEACHER EVALUATION  

 

 

 

At the beginning of the school year, each principal, or other appropriate administrator shall present the School District's 

teacher evaluation procedures to bargaining unit teachers. This presentation shall include an explanation of the 

evaluation tool and forms as adopted by the Richmond Community Schools. RCS will use the modified RISE Model for 

teacher evaluation.    

  

Every effort will be made to provide each teacher the name of the administrator(s) who will be their primary and if 

appropriate, secondary evaluator.  

 

General Procedures 

 

¶ Each teacher shall complete the self-assessment tool using the appropriate rubric by the 2nd Friday of 
September. 

¶ New Teachers (less than one year teaching experience) will have at least two (2) extended observations and 
two (2) short observations - one extended and one short per semester.  The first semester extended 
observation will include a preconference meeting and the observation will be announced.   

¶ Teachers new to RCS (one year or more teaching experience) will have at least two (2) extended 
observations.  The first semester observation will include a preconference meeting and the observation will 
be announced. 

¶ Returning RCS Teachers (with more than one year experience) will have a minimum of two (2) extended 
observations for the evaluation process.  It is not necessary to announce the observations.  

¶ A short observation shall be at least fifteen (15) minutes in length and an extended observation shall be at 
least thirty (30) minutes in length. 

¶ One observation must be conducted every semester.  The 1st semester observation is due the first Friday in 
December and the 2nd semester observation is due the first Friday in May.  All feedback and the post 
observation conference for the required extended observation will be completed by the due date.  The 
teacher or evaluator may request a pre-observation conference prior to an extended observation.  

¶ Frequent Walkthrough visits and feedback are encouraged.    

¶ The teacher or evaluator may request additional observations; In fact, there is an expectation that teachers 
needing additional support would be evaluated more often. 

¶ Artifacts (not including the Smart goal) are to be uploaded no later than the first Friday in May.  Artifacts 
should be uploaded over the course of the year, rather than all at once as a strategy for time management. 
Teachers should not create artifacts specifically for artifact review; instead, teachers should use samples of 
documents that occur as part of their everyday practices.  Artifacts will primarily be provided as evidence for 



 

 

Domain 1 and 3.  These are the behind the scenes components, typically not observable in a classroom 
setting.  Domain 1 and 3 artifacts do not need to cover every indicator within the domain. Domain 2 artifacts 
will cover indicators not otherwise observed. 
                   

¶ Teachers will complete a S.M.A.R.T. goal and upload it as an artifact in Domain 1.   Teachers have the 
flexibility to choose the subject, based on classroom data and need, and the semester in which the goal is 
created and completed.  Teachers and principals are expected to have ongoing conversations about 
classroom data and goal setting.  Teachers may be given timelines for submission based on building, grade 
level, subject, or individual conversations and needs.  Please be advised that all Smart goals, including pre 
and post data, should be finalized and uploaded no later than the last day of the teacher contract. 

¶ Principals will calculate the Employee Effectiveness Rubric (EER) and share the EER score with the teacher no 
later than the last day of the teacher contract year. 

  

Common Wording:  These definitions come from the RISE handbook online, and they will keep us on the same track as 

others using RISE in terms of definitions.   

Domain:   There are four domains, or broad areas of instructional focus, included in the Indiana Teacher  

Effectiveness Rubric. 

Effectiveness Rubric:   Planning, Instruction, Leadership, and Core Professionalism. Under each domain, competencies 

describe the essential skills of effective instruction. 

Competency:   There are nineteen competencies, or skills of an effective teacher, in the Indiana Teacher Effectiveness 

Rubric. These competencies are split between the four domains. Each competency has a list of observable indicators for 

evaluators to look for during an observation. 

Indicator:  These are observable pieces of information for evaluators to look for during an observation.  Indicators are 

listed under each competency in the Indiana Teacher Effectiveness Rubric. 

SMART Goals ς Goals written that contain the following elements:  Specific, Measurable, Attainable, Realistic, and 

Timely.  The Smart goal will include baseline data, an approved assessment measure, and an achievement and growth 

goal. 

 

Procedures for Observations  

For any short observation made the observer shall provide feedback within three (3) days. If deficiencies are noted 

during a short observation, a post observation conference may be scheduled at the request of the administrator or 

teacher to discuss the deficiencies. 

 

An electronic summary of every extended observation shall be made.  This summary shall include the date of the 

extended observation, the period or periods or time of the day, the length of the extended observation, the 

observer's comments, and the date of the conference. This extended observation may include areas of professional 

commendation and concerns that are observed during the teacher's contractual responsibilities. 

 

For any extended observation conducted, the observer shall schedule and conduct a post observation 

conference(s) with the teacher within seven (7) days of the date the extended observation was conducted. (I.C. 20-



 

 

28-11.5-6.)  The teacher shall receive his or her electronic copy of the written summary of the extended 

observation prior to the post observation conference. If there are any changes made in the written summary at this 

meeting, the teacher shall receive the revised electronic written summary within three (3) days of the post 

observation conference. 

 

If the observer notes any deficiency in the teacher's performance during the extended observation, the deficiencies 

shall be noted on the written summary and discussed at the post conference meeting.  The teacher or evaluator may 

request additional observations. Additional support, including professional development tasks, will be offered.  

 

Evaluation Procedures  

At least one (1) teacher summative evaluation shall be completed each school year for all teachers.  

 

A teacher assigned to two (2) or more schools will be evaluated by the primary evaluator, which will be the 

assigned principal, the assistant principal, or appropriate administrator.  However, an administrator at another 

school may be the secondary evaluator.  

 

Any deficiency noted on the teacher evaluation shall have been previously addressed in writing.  (During the Post 

Conference meeting, extended/short observations, feedback notes, etc.)  

 

The appropriate teacher evaluation forms shall be prepared and both parties shall sign and date the appropriate 

ŦƻǊƳǎΦ  ! ǘŜŀŎƘŜǊΩǎ ǎƛƎƴŀǘǳǊŜ ƛƴŘƛŎŀǘŜǎ ǘƘŀǘ s/he examined the forms; but, such signature does not necessarily 

mean that the teacher agrees with its contents.  

 

If a teacher so desires, s/he may write a response to any evaluation that such teacher receives. This response shall 

ōŜ ǳǇƭƻŀŘŜŘ ŀƴŘ ŀǘǘŀŎƘŜŘ ǘƻ ǘƘŜ ǘŜŀŎƘŜǊΩǎ ŘƻŎǳƳŜƴǘŀǘƛƻƴ ŀǎ ŀƴ ŀǊǘƛŦŀŎǘΣ ǿƛǘƘ ŀ ƘŀǊŘ ŎƻǇȅ ǇƭŀŎŜŘ ƛƴ ǘƘŜ ǘŜŀŎƘŜǊΩǎ 

hard copy personnel file, if requested by the teacher.  

 

A teacher who receives a rating of ineffective may file a request for a private conference with the superintendent 

ƻǊ ǘƘŜ ǎǳǇŜǊƛƴǘŜƴŘŜƴǘΩǎ ŘŜǎƛƎƴŜŜ ƴƻǘ ƭŀǘŜǊ ǘƘŀƴ ŦƛǾŜ όрύ Řŀȅǎ ŀŦǘŜǊ ǊŜŎŜƛǾƛƴƎ ǘƘŜ ƴƻǘƛŎŜ ǘƘŀǘ ǘƘŜ ǘŜŀŎƘŜǊ ǊŜŎŜƛǾŜŘ ŀ 

rating of ineffective.  The teacher is entitled to a private conference with the superintendent or the 

ǎǳǇŜǊƛƴǘŜƴŘŜƴǘΩǎ ŘŜǎƛƎƴŜŜΦ 

 

Procedures for Improvement Plans 

In the event additional support is needed the observer will work with the teacher to establish specific written 

recommendation(s) for improvement in the case of any deficiency. The teacher shall be given the opportunity to 

utilize professional help in an attempt to improve the deficiency. Professional help may include the support of 



 

 

certified personnel within the school district, attendance at professional development, professional study, as well 

as other professional activities. 

 

Improvement Plans are in effect for a maximum of ninety (90) school days. The plan goes into effect the day the 

evaluator reviews the plan with the teacher. Evaluators will identify and review specific areas of deficiency based 

on observation(s).  The Plan will outline the specific evidence necessary to improve the level of performance by the 

teacher.   

 

Suggestions, resources, strategies, and support necessary for improvement may be determined by the evaluator 

and the teacher.  There should be ongoing observations and communication between the evaluator and the 

teacher throughout the duration of the plan.  The teacher should have an opportunity to have input into the 

identification of resources outlined in the plan.  Teachers on improvement plans will have priority with the building 

or district instructional coaches (if applicable).    

 

At the end of the time allotted for the Improvement Plan a post improvement plan conference will be held and the 

evaluator will recommend that the teacher be (1) removed from the plan, (2) continue the plan, or (3) be notified 

of the intent tƻ ƳƻǾŜ ǘƻ ŎŀƴŎŜƭ ǘƘŜ ǘŜŀŎƘŜǊΩǎ ŎƻƴǘǊŀŎǘΦ   

 

Whenever a teacher is placed on an Improvement Plan, the building principal will inform the Chief Human 

Resources Officer, with a copy of the Improvement Plan.  If either the teacher or evaluating administrator is absent 

during any of the above timeframes, the time period will be extended by the number of the school days of the 

absences.   

 

Extended Absences 

If a teacher has been placed on an Improvement Plan and takes an approved leave prior to the completion of the 

Plan, upon the return of the teacher, the Plan continues from the point at which the teacher began the leave. 

 

 

 

Retiring Teachers  

Evaluators may choose not to complete extended observations and summative evaluations for teachers submitting 

their letters of retirement by March 1st to be effective by the last teacher day of the contract year or sooner to the 

Executive Director of Human Resources.  For these teachers, routine walkthroughs may be conducted by 

evaluators.  Smart Goal data will be closely monitored by the evaluator because of the connection to the school-

wide score. 
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Appendix J 

 
 

 
 
 
 

Please use the following link to access the handbook in its entirety: 
 
http://www.riseindiana.org/sites/default/files/files/Student%20Learning
%20Objectives%20Handbook%202%200%20final(4).pdf 

http://www.riseindiana.org/sites/default/files/files/Student%20Learning%20Objectives%20Handbook%202%200%20final(4).pdf
http://www.riseindiana.org/sites/default/files/files/Student%20Learning%20Objectives%20Handbook%202%200%20final(4).pdf
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